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Rabobank London is committed to creating a diverse workforce that reflects the society in which we live 

and work through an inclusive culture where differences are celebrated, employees feel appreciated and 

engaged and where each person’s talents are put to best use.  
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The table above shows  Rabobank’s overall mean and median gender pay gap based on hourly rates of pay and bonus paid 

as at 5 April 2018.  We reported last year that the structure of our workforce is the predominant factor affecting our gender 

pay gap.  Despite the gap we have made some really positive progress in terms of our gender distribution which includes:  

 We have increased the overall number of female employees from 24% to 27%; 

 Our number of women in the Upper pay quartile has increased by 25% so that women now represent 13% of all 

employees in this pay quartile (see charts below); 

 We have also increased our number of part-time employees by 22% (all of whom are female employees) demon-

strating our commitment to flexible working.   

Unfortunately these steps have not resulted in a reduction in our gender pay gap (as we still need to recruit/promote more 

female employees into our Front Office and Senior Management roles) but we firmly believe that these actions are highly 

positive nonetheless. 

The chart above indicates a very close correlation between the percentage of male and female employees receiving a bonus 

payment for performance year 2017.  All employees have an equal opportunity to participate in our discretionary bonus 

scheme.  The figures in these charts are affected by employees who decide to join our Bonus Waiver Scheme, which enables 

our employees to opt for an employer’s pension contribution instead of receiving their bonus award.  This year the number 

of female employees choosing to waive 100% of their bonus award (and therefore appearing as a non-recipient) increased 

significantly and is therefore reflected in these statistics. 
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Year on Year Changes affecting pay gap 

The mean bonus pay gap increased slightly for three reasons: 

 20% of our female employees were new hires employed after April 2017 and therefore were only eligible for a part-year bonus award; 

 Whilst we encourage both men and women to work flexibly, we had a 32% increase in the number of female part-time employees compared 

with a 25% decrease in our number of part-time male employees; 

 As mentioned earlier there was a significant increase in the number of female employees opting for a nil bonus award in lieu of an employer’s 

pension contribution. 

The median bonus pay gap has increased due to two main reasons: 

 Firstly there was a change in our deferral policies (for Identified and Non-Identified Staff) in 2017, with March 2018 payments being the first pay-

ments to be affected by this.  The biggest impact has been for our Identified Staff population where the proportion of the bonus that is paid out 

in the first year has increased by almost 40%.  Whilst we doubled the number of female bonus eligible Identified Staff during 2017 this group is 

largely made up of male employees and therefore produces a misleading change in our gap; 
 

 Secondly the new female employees that have been recruited since April 2017 are, on average, more junior level roles than our longer-serving 

female employees.  This directly impacts both the hourly pay gap and the bonus pay gap.  

 

How Rabobank London is addressing its gender pay gap 
We are working to reduce our pay gap.  In particular, we are actively working to recruit more women into senior executive and front office roles through 

measurable targets.  Whilst this cannot be achieved overnight, we are building on key initiatives outlined below that we are confident will achieve this 

goal in the longer-term.   

Recruitment 

We have been reviewing and challenging our traditional recruitment practices to further ensure gender equality.  Our key target is to ensure that at least 

50% of joiners in senior management (Director and above) roles are women. 

Learning & Development 

During 2018 we rolled out a number of training programmes to support our diversity and inclusion programme, including  inclusive leadership and men-

tal health awareness training for all line managers.  We also launched a new first line managers programme which focusses on inclusive leadership and 

covers topics such as unconscious bias.  Currently we are developing a female development programme to strengthen our pipeline of future talent.  

Flexible Working 

We have continued to review our family care policies and to actively promote flexible working practices that support a healthy work/life balance, which 

has been particularly popular with existing and new female employees.  We have increased our part-time working employees by 22% and the number of 

females we employ has increased from 24% to 27%. 

Reward & Compensation 

Our now fully embedded Global Reward Strategy (GRS) provides a more structured and transparent approach to reward.  The GRS supports Rabobank’s 

cooperative values whilst maintaining locally relevant pay rates in the locations the bank operates in.  We know that the GRS ensures we are operating a 

gender neutral reward structure. 

Analytics 

We are currently implementing a new global HR system, which puts people at the centre of our organisation.  Not only will this assist us to further engage 

our people, it will truly allow us to see the full picture.  This total visibility on our demographic data in real-time, will enable us to see where we must focus 

our attention and support decision making in all aspects of people management. 

Networks 

RaboTogether, our internal networking group, also continues to tackle the challenges facing women and all other under represented groups in our in-

dustry.  RaboTogether provides a support network for our employees within the bank to come together to connect, empower and inspire each other.    
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